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Chapter 1 Overview of the Guide

1.1 Purpose and Vision

People are our greatest asset in executing the Civil Works Planning migsionthe U.S. Army Corps

of Engineers (Corps). The goal of the Planning Community of Practice (PCoP) is to have planners who are
SdzA LJLISR FYyR OFLIo6tS 2F az2f @gAay3a GKS blridAz2yQa (2dAa
be, now and in the futwe.

, TheCorpgability to efficiently deliver integrated
Professional and sustainable water resources solutions in a
Development timely manneiis partially dependent odeveloping
and enhancing our current planning capability.
Planning capability is essential to the maintenance
and development of a sound Civil Works program. In
recognition of the technology that is available to
addzLILR2 NI G 2 RI @ apdthelndnmbekof Ay 3 STF
planners that need training, this training strategy
recommends the use of local resources and
alternate delivery methods where it can provide an
acceptable alternative to traditional classroom
offerings.

The purpose of the Planning Workforce Belv 2 LIY Sy i DdzA RS 6 KSNBIF F3GSNJ NB TSN
provide members of the PCoP guidance in holistic development based on their individual career goals

and the knowledge, skills, and abilities needed to practice planning. The Guide provides pladners a

their supervisors with a strategy to create an individualized career development plan. While there is no
guarantee that use of this document will result in achievement of intermediate or ultimate professional

goals, the information herein can be usadrhake informed career decisions at any level for

development and promotion in the PCoP and its-&dmmunities of Practice (stBoPs).

1.2Maintenance of this Guide

The Planning Workforce Development Committee (PWDC) is the author of this documest and i
responsible for its maintenance. The Guide is a living document and should be updated at least once per
year. The current version of the Guide will be on the Planning Community Toolbox, the primary source
of information on Corps planning policy, guidanpeocesses, and tools. More information on the

Planning Community Toolbox can be found in Appendix J.

The PWDC is the central body guiding the overall development of Corps planners. The PWDC serves in
an advisory capacity to the Deputy, Headquarters 8ACE) Planning Community of Practice (PCoP
Deputy), who in turn advises the HQUSACE Planning and Policy Chief. The PWDC provides
recommendations to set the strategic direction for the future PCoP training program, to include formal
and informal trainingas well as planner certification (Water Resources Certified Planner Program and
Agency Technical Review certification), and planner workforce development.

¢KS t25/Qa 32Kt Aa F2NI L&t aLlsSoda 2F LI I yySN g2N
implemented with the highest level of professionalism, and to support an atmosphere of planning

creativity, quality and relevant instruction, and network exposure in as timely and cost effective a

manner as possible. The PWDC seeks to reduce redundacmytént development across planning



training programs and courses, and to consider the needs of all members of planning project delivery
teams (PDTs) to understand planning.

1.3 Audience

This document applies to all PCaRm members across all career levels at the HQUSACE, major
subordinate commands (MSCs), districts, labs, and field operating activities (FOAs) having Civil Works
Planning and training responsibilities. The Guide is intended for members of all fo@ddghn

Planning including Plan Formulation, Economics, Environmental, and Cultural Resources. For additional
information on any particular subject, planners are encouraged to speak with their supervisors.

1.4Goals and Objectives rg v L |

The overarching goals tfe training
strategy are as follows: ﬁa
1 To have planners trained, equipped:! (‘D
YR OFLIoftS 2F a @-
toughest water resources I (0
challenges. ] (
costeffective training and
development programs.
1 To enhance communication and understanding of Civil Works planning across all functional
areas to improve the project delivery process.
To deliver concise, quality, and actionable decision documents.

1 To improve Civil Works planning
¢2 AYONBIFIAS NBGSYdA2y YR LINRY2GS &adz00Saaizy L

capabilities by providing readily
available, timely, comprehensive an

development, and by preparing them for future roles of greater responsibility within the PCoP
and the Corps.

v%

= =4



Chapter 2Career Development and Progression

2.1 Stages of Planner Development

Planners begin their careers as novices and then work their way to jodemelyand on to expe#evel

within their subCoP. There are four sboPs: 1) Plan Formulation, 2) Environmental, 3) Economics, and

4) Cultural Remurces. Planners may start as student interns or technicians, and then work their way up

from GS05 to Senior Executive Service (SES) levels. The SES is the highest career level that a civil servant
can achieve within the Corps.

2.2 Knowledge, Skills, & Alties (KSAs)An Qrerview

Knowledgdocuses on the understanding of concepts. It is theoretica
and not practical. An individual may have an understanding of a topi
or tool or some textbook knowledge of it, but have no experience
applying it. Knowledgmay be demonstrated through educational
degrees obtained and training courses or programs completed.

Skillsare capabilities or proficiencies developed through application ¢
training or handson experience. Skills are the practical application of
theoretical knowledgeSomeone can take a course on economics, ar
therefore has knowledge of it. However, serving as an economist on a

PDT, responsible for setting up, running and interpreting the results of economic models such as HEC
Flood Damage Analysis (HEQA), adds skills.

Abilitiesare often confused with skills, yet there is a subtle, but important differeAbdities are the

innate traits or talents that a person brings to a task or situation. For example, many people can learn to
negotiate competerly by acquiring knowledge and practicing the skills negotiation requires. A few are
brilliant negotiators, because they have the innate ability to persuade.

Detailed KSAs for each s@oP can be found in Appendix B.

2.3VariousCareer Paths

A career m@ath consists of the various positions an employee moves throudie @ shegrows in an
organization. The employee may move vertically most of the time, but may also move laterally er cross
functionally to a different type of job role.

Career paths for eployees are created in order to provide the employees with a realistic picture of
their potential for career progression and growth in the coming years in order to retain them, and also
as a key element in succession planning. Having a clear idea albuet fatsitions and job

responsibilities, the employee and the agency can work to identify areas where relevant training is
required to build competencies to fulfill future job requirements.

An officeshould also work towards ensuring that its employees move in the career path the way they
want. Proper job analysis should be done in order to make sure the employees are satisfied and achieve
higher positions in the organizatidghey want, rathetthan moving to other organizations in searoff

better opportunities An employee must also constantly acquire new skid# technical andoft.

Technicabr hard skillscan bedefinedas jobspecific skills and knowledge required to perform a job.

Hard skillsare skills you can gain through education, training programs, certifications, atitegob

6



training. These are typically quantifiable skills that can be easily defined and eval@uaédskillson
the other hand, are interpersonal (people) skillse$é are much harder to define and evaluate. Soft
skills includecommunication skills, listening skills, emotional intelligence, leadership abilitiescafigct
management, among others. In general, at earlier career development stages, technicateskillsea
important, while soft skills beconmoreimportant in later career development stages.

2.4 Career Roadmap

A career roadmap is a visual guide that shows employees where they can go in their career and how to
get there depending on their current position. This sdztion contains aexample high level career
roadmap for personnel in the Plan Formulation Sod°. Detailed currentcareer roadmaps can be

found in Appendix A.

Planning Career Roadmap

PROSPECT
Correspondence
Software Applications
Time Management

Training

Planning Core

Curriculum
PROSPECT
LDP

PROSPECT (advanced

technical & budgetary)
CES (basic/intermediate)
LDP

PROSPECT (advanced
technical & budgetary)

CES (intermediate/
advanced)

CES (advanced)

Executive development
courses

U.S Army War College

_]_l

es

9
>8 H H m H
I
* g outside organization Planning Associates SCIDEEINEEETY el Lo
3 supervisory backfill Board
@
-‘g Multi-tasking, effective Certified planner, Senior Leadership | Congressional
> communication IEPR coordination Briefing coordination
x

Administrative

Professional (GS 2-11)
Budget analysis
Training coordination
Document formatting
Correspondence
CEFMS
Travel Orders/Vouchers
Filing

Planner (GS 9-12)
Technical writing
PDT participation
DST/RIT coordination
Stakeholder involvement
Agency coordination
Plan development
Alternatives analysis
Policy determinations

Technical Specialist
(GS 13)
Regional expert
Senior PDT lead
Mentor
Course Instructor
Certified Planner
Policy analysis and
recommendations

Section/Branch Chief
(GS 13-14)
Technical/policy review
Organizational
leadership
Section/Branch
budgeting/scheduling
Personnel management
Sponsor/agency/

Division/Deputy Chief
(GS 14-15)
Regional Planning Board
National initiatives
Regional workload
balancing
Long-term planning
Organizational
leadership

stakeholder outreach

BUSINESS AND PERSONAL SELF DEVELOPMENT

Planning Division supports all employees in their pursuit of increased technical competency, refined
knowledge of USACE business practices, and development of management and leadership skills.

2.5Individual Development Plans

An Individual Development Plan (IDP) is a tool to assist employees in their career and professional
development. Its primary purpose is to help employeemch shorterm and longterm goals, as well as
improve current job performance. An IDP is not a performance evaluation tool or-trmeectivity; it

should be looked at like a partnership between the employee and the supervisor. It involves preparation
and reoccurring feedback. Planners should have a current, approyedrandividual Development Plan
(IDP) within their first 9@lays on the job. The IDP can be created using ENG Form 5055 or through the
Army Ceeer TrackerRelated guidance SR 356€1-420



https://actnow.army.mil/
https://corpslakes.erdc.dren.mil/employees/policy/ER/ER-350-1-420.pdf

Chapter 3Novice& ApprenticePlanner DevelopmeniGenerally
GS5/7)

3.1Expectationand Responsibilities

Noviceand Apprentice Planners atgpicallyfairly green when it comes texperience with the Corps,

let alone Corpplanning, and are expected to takelvantage of orthe-job opportunitiesthat facilitate
training and shadowing//hile Novice Planners are stdmiliarizing themselves with basic aspects of the
Civil Works planning process, Apprentice Planners may have a broad understanding of Corps planning
but still need substantiaéxperienceThe typical expectations listed below are a summary ofiiées
contained within5 U.S.C. 5104, Basis for grading positions. The typical responsibilities have been taken
from exampleposition descriptions for G&'7 planning personnel.

Typical Expectations:

1 Perform, under general supervision, work in a professionanstc, or technical field,
requiringt
w broad working knowledge of a special subject matter or of office, laboratory,
engineering, scientific, or other procedure and practice;
w the exercise of independent judgment in a limited field;
w simple and elemetary work requiring professional, scientific, or technical training;

Typical Responsibilities:

1 Opportunities for development and training. Assignments involve more responsibility as the
incumbent increases knowledge and skills through work experience and academic training.
Applying planning principles and techniques.

Assisting with the planning, ganizing, and implementation of scientific or engineering
investigations.

il
)l

3.2Technical Training

The Planning Core Curriculum (PCC) program was established to ensure that planners in the Civil Works
Program receive the knowledge and skills needed attimy stage of their careers to move

progressively from entrevel planner to the journeyman stage of developmemhese and other
G§SOKYAOlItf O2dzNESa OFy 06S F2dzyR SIFOK @SINI gAGKAY
website (hitps://ulc.usace.army.m)l SubCoPRspecific course recommendations for-68 planning

personnel can be found in the roadmaps located in Appendix A.

The first two courses in the PCC Program are recommended for nodicaparentice planners and are
listed below. The third and final course in the PCC program is recommended for jdeveéplanners
after the completion of PCC1 and PCC2, and is discussed in Chapter 4.

1 86-PCCLUSKE Civil Works Project Developmentdessg This distributed learning online
course introduces students to the lifycle of Civil Works projects and an understanding of
the Corps Civil Works program. It is designed for Corps employees who are new to Civil
Works or individuals who require awverall understanding of, and the procedural stages
involved in, the development of Civil Works projects. This iha® course with on
demand narrated lessons. No travel or per diem is required.

8

l.j


https://ulc.usace.army.mil/

f 77-PCC2: Planning Essential3his course enhancésK S a1 dzRSy i1 Qa (y26f SR13
awareness of the Corps planning process by providing training on #&tepiXPlanning
Process and how to integrate engineering analysis, public involvement, and environmental
and economic considerations during the developmamd avaluation of alternative plans
F2NJ GKS /2N1JAQ 41 G§SNI NBA2dzND héurdstsasd 2 LIYSy i Y
learning course is held over specifisvBek periods. The course includes live interactive
webinars, with the rest of the time spent ararrated lessons, reading assignments, and
application assignments. No travel or per diem is required.

3.3Mentoring

In addition to working with their supervisor, entry level planners should take advantage of the
assistance offered by mentors. A mentsma person willing and able to devote time to discuss and

review your career plans with you and to guide and direct you in career planning or professional
development. A mentor serves as a sounding board to assist in clarifying career plans, balarking wor
life commitments, and other challenges. A mentor may be selected informally, such as someone you
know has a good perspective of the Corps mission and how your organization fits into the broader goals
and objectives that transcend dag-day routine operions. Alternatively, you can select a mentor

from a formal mentoring program offered by your District. Whether informal or formal, a mentor is an
FRP20F0GS 6K2 LINPOARSA SyO02dzN} 3SYSyd FyR OF NBSNJ 3d
mentor progam, talk with your supervisor.

In addition to the kind of individual mentoring discussed above, the PCoP establishieldutiming

Mentor Program in FY 18 offer study, or executiorfocused mentoring. The Program was initiated

with the goal of driving &ulture of risk management within the Corps and assisting Districts in
successfully delivering studies. These Planning Mentors are available to coach and mentor planners on
SMART and riskformed planning principles and procedures. Planning Mentors aiseul resource to
planners, empowering them (and other PDT members) to makerriskmed decisions. They can offer
support through early rapid iterations and risk analyses, applying the methodologies in the Planning
Manual Part II: Riskaformed PlanningOther examples of Planning Mentor assignments include:
helping PDTs think through risk bdgwn options to successfully identify the TSP, reviewing Risk
Register entries, supporting public meetings, and assisting wifbrreulation strategies based on
stakeholder concerns. For more information on how to utilize Corps personnel in the Planning Mentor
Program, talk with your supervisor.

3.4Leadership Training

The Army Civilian Education System (CES) is a progressive and sequential leader developraant prog
that provides enhanced leader development and education opportunities for Army civilians throughout
their careers. CES provides si#fvelopment and institutional training to develop leadership attributes
through distance learning (dL) and residentitiiag. Planners at the @37 level are expected to take

the CES Foundation Course and CES Basic Course. For more information, visit
https://lusacac.army.mil/organizations/cacatssc/cesSchedule

Each District has a Leadership Development Progt&y®). Thkey elements of the LDP include an
Fylrteaira 2F 2ySQa fSIFRSNAKALI adeftSs aidNHzOGdzZNBR S
on team projects, strengthsoaching sessions, and a mentoring relationship with a senior le@dier.

structure of the LDP varies across the Corps; some offices have multiple progressive levels of LDP, while

9
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others offer a separate LDP for supervisors. The LDP is often-bpgggsrayram involving self
discovery, teanbuilding with peers, and mentoring. More information on the LDP can be found in
Appendix G.

3.50nthe-job Training

The best orthe-job training is that received through completing joblated tasks on multiple projest
Receiving and learning from feedback provided by supervisors, coaches, DQC review, and ATR are
extremely important. Knowledge and experience is gained by leading efforts on smaller projects and
supporting senior staff on complex projects.

Other on-the-job training
opportunities available to G&/7
planners include but are not limited
to:
i Shadowing journejevel
or senior planners
1 Participating in your
5Aa0NROGQa
1 Participating in
professional
organizations D
9 Attending District Project -
Review Board meetings
(with supervisor
approval) for exposure
and understanding of
District business

processes. NAD Nonstructural Workshop held Baltimare District's
Headquarters, Janua019

Shadowing is a concept that links a less experienced planner with a more advanced planner or a senior
leader. A planner may be assigned to shadow such a person during designated events or meetings. The
planner and the person he or she is shadowing wilehare and postevent discussions to identify and

reflect upon observations, interactions, and outcomes of the shadowing. Each Planning Chief is
SyO02dzNy 3SR (2 Sy3Fr3asS 2yS 2N Y2NB 2F KAa 2N KSNJI LIX

3.6 SelfDevelopment

Swh-CoPRspecific resources are listed in Appendix A. Resources fetesgdfopment of all sutCoPs
include:

L2wQad tflyyAy3d t NRYSNI

L2wQa tftl yRahly3 al ydz

L2wQa tfl yRaAly 3 al ydzl ¢

Planning Guidance Notebook, ER 1-PE)0

ContinuingAuthorities Program (CAFEP 110%2-58

Final feasibility reports recently completed by your District

National PCoP webinars are held biweekly and are designed to share information, emerging
policy, or national planning concerns. They are held from 2pBpta Eastern time biweekly.

=A =4 =8 -4 -8-2=-
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https://www.iwr.usace.army.mil/Portals/70/docs/iwrreports/97r15.pdf
https://www.iwr.usace.army.mil/Portals/70/docs/iwrreports/96r21.pdf
https://planning.erdc.dren.mil/toolbox/library/Guidance/PlanningManualPartII_IWR2017R03.pdf
https://www.publications.usace.army.mil/Portals/76/Publications/EngineerRegulations/ER_1105-2-100.pdf
https://www.publications.usace.army.mil/Portals/76/EP_1105-2-58.pdf?ver=2019-04-30-105428-920

This is a wonderful opportunity to learn from national subject matter experts, as well as to
ask questions. Reach out to your supervisor to ensure you are on the email distribution list.
1 Good to Greaby Jim Collins
1 StrengthsFinde2.0 by Tom Rath
It is also beneficial to be an active member in a professional organization in your field. Not only are they
a valuable resource for knowledgpeiilding and continuing education, but they can provide
opportunities for netwoking and collaboration, including annual conferences. The following list includes
just a few of the many organizations available:
American Anthropological Association
American Economic Association
American Fisheries Society
American Institute of Biological Sciences
American Society of Civih@ineers
Archeological Institute of America
Ecological Society of America
National Society of Professional Engireee
Society for American Archeology

=4 =4 -4 -4 A -8 -2 _9a_°

It is important for planners to stay informed on updates to relevant legislation, policy, and guidance,
because such information may affect how a study is conducted. Links to Ciks \&gislation and
Corps implementation guidance can be foungte.
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https://www.americananthro.org/
https://www.aeaweb.org/
https://fisheries.org/
https://www.aibs.org/home/index.html
https://www.asce.org/
https://www.archaeological.org/programs/societies/
https://www.esa.org/
https://www.nspe.org/
https://www.saa.org/
https://www.usace.army.mil/Missions/Civil-Works/Project-Planning/Legislative-Links/

Chapter 4Journeylevel Planner DevelopmeliGenerally GS
9/11)

4.1 Expectationand Responsibilities

Journeylevel Planners typically have a few years of experience under their belt and are growing in their
breadth and depth of planning processes and requirements. The typical expectations listed below are a
summary of theduties cortained within5 U.S.C. 5104, Basis for grading positions. The typical
responsibilities have been taken fromxampleposition descriptions for G¥11 planning personnel.

Typical Expectations:
1 Perform, under general supervision, work requiringdamentalknowledge of a special and
complex subject matter.
1 With considerable latitude for the exercise of independent judgment, perform moderately
difficult and responsible work, requiring
A Professional, scientific, or technical training equivalent to that represented by

graduation from a college or university of recognized standing; and

A Considerable additional professional, scientific, or technical training or experience which

has demonstreed capacity for sound independent work

Typical Responsibilities:

1
1
)l
1

)l

Knowledge of planning

Knowledge of regulations and processes related to youroB

Working effectively with a team in the development of decision documents

Building and maintaining effective working relationships with a variety of entities both
internal and external to the employing agency

Making recommendations using a planning process, policy guidance interpretation,
water resource plan development, an@asion document preparation

4.2 Technical Training
At the GS0/11 level, in addition to the courses listed in Chapter 3, the following PROSPECT courses are
beneficial to all planners, regardless of €DbP. (Courses recommended for specificGoPs aabe

F2dzy R Ay ! LIWISYRAE ! 0d a2NB AYyF2N¥YIGARZ2Y 2y (KS4&

website, https://ulc.usace.army.mil

49 ¢ Continuing Authorities Program. This course develops thiessits of Planners (as well as Project
Managers and other PDT members) in essential CAP knowledge, managing CAP projects, timely decision
making, scaling business processes to match complexity of the project, and developing and maintaining
relationshipsDA @Sy G KS dzyAljdzS O2yaidNIAyida 2F GKS /41t
trained and familiar with the latest guidance.

164 ¢ Water and the Watershed. This course provides participants with an understanding of the history
of Corps watersed policy and regulation, the conceptual, technical, and institutional tools available for
watershed planning and management and the physical nature and role of water in the watershed.

280- Ecosystem Restoration. The restoration and protection of enviramtal resources in our Nation's

ecosystems is a central mission in the Corps of Engineers Civil Works program. This course provides an

interdisciplinary perspective on ecosystem restoration, protection, and management. Students learn the
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S

(@]

NE


https://ulc.usace.army.mil/

principles and voabulary of selected disciplines outside their own and become familiar with relevant
case studies and issues in planning and conducting ecosystem restoration projects. At the end of the
course, students have a more holistic understanding of ecosystemtharrdquirements for

successfully restoring, protecting, and managing them.

299- Cultural Resources. This course provides students with a Hraseld understanding of the
character and quality of cultural resources, a working knowledge of the identificatid assessment
procedures applied to those resources, and a review of tribal policy principles that impact agency
cultural resources management. The course is designed for planners, environmental resources
managers, student managers, project managens} athers who patrticipate in the management of
cultural resources and interact with Indian tribes.

406 ¢ Plan Formulation and Evaluation Capstone (PA®8).is the third and final course in the Planning

Core Curriculum. It is designed to enhance the Stydi Qa LX ' yyAy 3 (1y2¢f SRASsE ON
communication skills, and capability to use planning tools and technigues to successfully lead a study to

a quality decision document. Through case studies and participatory activities, the courseprind

opportunity for planners with some training and experience to apply the critical thinking and decision

making skills necessary to be a successful planner. THisuB&aceto-face course builds on the

knowledge and skills students gained in theoptivo courses and on the job. Only 20 percent of time is

spent in lecture, with the majority of the time spent in exercises and facilitated discussions.

407 ¢ Public Involvement and Team Building in Planning. Corps planners typically work in multi
discplinary teams, often involving project sponsors, other Federal and state agencies, and occasionally
stakeholder groups or private individuals. These teams in turn often consult with a broader public,
identifying and addressing public concerns as the agsmmioceed through the planning process. This
environment requires skills for successfully designing and conducting processes that effectively draw
together the different partners and stakeholders throughout the planning process, resulting in decisions
that enjoy broad public support.

408¢ Environmental Considerations in Civil Works. This class surveys environmental topics needed for
compliance for Corps Civil Works projects. Participants learn to recognize the basis and key components
of NEPA documents neistent with applicable environmental laws, regulations and procedures

necessary to conduct Civil Works planning, design, construction and operations. The course includes a
field trip and class exercises to demonstrate and apply course learnings.

Additionally, while not a PROSPECT course, the Economi&GRIzurrently offers a biennial, tuition

FNBES O2dzNES GAGESRI a902y2YAO0 !ylfteasSa FT2N 902y2Y
A0KSRdzZ SR aSaairzys O2yial OG e2dz2NJ a{/ Qad {SyA2N) 902y
4.3Mentoring

GS9/11 planners will greatly benefit from having a mentor (or mentors) who can provide guidance in

terms of technical and career development. A mentor is a person willing and able to devote time to

discuss and review your career plans with yod # guide and direct you in career planning or

professional development. A mentor serves as a sounding board to assist in clarifying career plans,

balancing workife commitments, and other challenges. A mentor may be selected informally, such as
someoneyou know has a good perspective of the Corps mission and how your organization fits into the
broader goals and objectives that transcend tieyday routine operations. Alternatively, you may select
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a mentor from a formal mentoring program offered by ydistrict. Whether informal or formal, a
mentor is an advocate who provides encouragement and career guidance. In addition, you may also
wish to mentor GS%/7 staff in areas where you have sufficient experience. For more information on

@ 2 dzNJ 5 A & (r Nihgeain Qadk with $oliris@pervisor.

¢ KS tRladrin@&entor Program was initiated in FY 18, with the goal of driving a culture of risk
management within the Corps and assisting Districts in successfully delivering studies. These Planning
Mentors are available to coach and mentor planners on SMARTiskinformed planning principles

and procedures. Planning Mentors are a useful resource to planners, empowering them (and other PDT
members) to make riskhformed decisions. They can offer support through early rapid iterations and

risk analyses, apphyg the methodologies in the Planning Manual Part II: Risk Informed Planning. Other
examples of Planning Mentor assignments include: helping PDTs think through Agévianptions to
successfully identify the TSP, reviewing Risk Register entries, sagpaubilic meetings, and assisting

with re-formulation strategies based on stakeholder concerns. For more information on how to utilize
Corps personnel in the Planning Mentor Program, talk with your supervisor.

4.4 leadership Training

The Army Civilian Edation System (CES) is a progressive and sequential leader development program
that provides enhanced leader development and education opportunities for Army civilians throughout
their careers. CES provides sidfvelopment and institutional training to delop leadership attributes
through distance learning (dL) and resident training. Planners at tHe |I8&| are expected to take the
CES Foundation Course and CES Basic Course. Planners dgtiHev@Bare expected to take the CES
Foundation Course an@dES Intermediate Course. For more information, visit:
https://lusacac.army.mil/organizations/cace/amsc/cesSchedule

Each District has a Leadership Development Progt&®)Thekey elements of the LDP include an
Fyrfeara 2F 2ySQa fSIFIRSNBRKAL) aGdeftSz adNHzOGdzNBR €S
on team projects, strengths coaching sessions, and a mentoring relationship with a seniorTéader.

structure of the LDP varies across the Corps; some offices have multiple progressive levels of LDP, while
others offer a separate LDP for supervisors. The LDP is often-bpggasrogram involving self

discovery, tearrbuilding with peers and mentoring. Moraformation on the LDP can be found in

Appendix G.
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Portland District LDP cohort visiting DC for the annual Policy visit.

The HQUSAGponsored Emerging Leaders Program is available for individuals (typically1l@pwho
have exhibited leadership pat¢ial and seek opportunities to develop and refine their leadership skills.

Participants in this program are given the opportunity to observe the leadership styles of their peers and

Corps senior leaders. There are opportunities for formal mentoring aadasking, to attend the annual

Senior Leaders/Emerging Leaders Conference, and to serve on HQUSACE committees and teams. Often

participants are required to complete a 12y detail outside their organization. Participation requires
the preparation of techital reports on various events and researching assigned topics. Some

organizations encourage completion of an LDP prior to applying to the Emerging Leaders Program. For

more information, talk with your supervisor.

4.50nthe-job Training

The best orthe-job training is that received through completing jollated tasks on multiple projects.
Receiving and learning from feedback provided by supervisors, coaches, DQC review and ATR are
extremely important. Knowledge and experience is gained by leadingseffiorsmaller projects and
supporting senior staff on complex projects.

Other onthe-job training opportunities available to @811 planners include but are not limited to:

1
1
1
1
1

f

Serving as lead for less complex studies

Shadowing senior planners

t FNOHDAOALI GAY3 Ay @2dzNJ 5Aa0GNROGQa [5t
Participating in professional organizations

Completing short crosdistrict developmental assignments and training in engineering,
regulatory, real estate, operations, project management, etc.

Attending District Prgct Review Board meetings (with supervisor approval) for
exposure and understanding of District business processes.
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4.6 SelfDevelopment
SubCoPRspecific resources are listed in Appendixrfaddition to the recommended reading contained
in Chapter 3.6it is recommended that the G811 planner, regardless of s¥boP, also review:
1 USACE Business ProcesS-HR1
L2wQad tNAYOALX SE 2F wAial !vylteara F2N 2GS
Who Moved My Chees®¥ Spencer Johnson
Learning to Leatly Ron Wliams
Developing the Leader Within Yoy John Maxwell

= =4 —a A

It is also beneficial to be an active member in a professional organization in your field. Not only are they
a valuable resource for knowledgpiilding and continuing education, but they can provide

opportunities for networking and collaboration, including annual conferences. The following list includes
just a few of the many organizations available:

American Anthropological Association

American Economic Association

American Fisheries Society

American Institute of Biological Sciences

Ameican Society of Civil Engineers

Archeological Institute of America

Ecological Society of America

National Societpf Professional Engineers

Society for American Archeology

=4 =4 -4 -8 -8 -8 _9_92_-°

It is important for planners to stay informed on updates to relevant legislation, policy, and guidance,
because such information may affect how a study is conducted. Links to Civil Works legislation and
Corps implementation guidance can be foungte.
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https://www.publications.usace.army.mil/USACE-Publications/Engineer-Regulations/
https://planning.erdc.dren.mil/toolbox/library/iwrserver/2017_R_01_PrinciplesofRiskAnalysisforWaterResources.pdf
https://www.americananthro.org/
https://www.aeaweb.org/
https://fisheries.org/
https://www.aibs.org/home/index.html
https://www.asce.org/
https://www.archaeological.org/programs/societies/
https://www.esa.org/
https://www.nspe.org/
https://www.saa.org/
https://www.usace.army.mil/Missions/Civil-Works/Project-Planning/Legislative-Links/

Chapter 5Advanced Rnner Developmen{Generally GS.2/13)

5.1 Expectationand Responsibilities

AdvancedPlanners typically havaeveralyears of experiencéVith a strong technical background at this
point, they are expected to turn their focus to honing their leadership skills and mentoring those less
experiencedThe typical expectations listed below are a summary ofdinges containe within 5

U.S.C. 5104, Basis for grading positions. The typical responsibilities have been taken from example
position descriptions for GE2/13 planning personnel.

Typical Expectations:
1 Perform, with minimal supervision, work requiringhlamental knowledge of a special and
complex subject matter.
1 With considerable latitude for the exercise of independent judgment, perform very difficult and
responsible work, requiring
A Professional, scientific, or technical training equivalent to tearesented by
graduation from a college or university of recognized standing; and
A Considerable additional professional, scientific, or technical training or experience that
has demonstrated capacity for sound independent work
A Leader of self and teams;emtor to staff
A Ability to review the work of others for quality control purposes

Typical Responsibilities:

1 Knowledge of planning.

1 Knowledge of regulations and processes related to yourGob

1 Working effectively leading a team in the developmentletision documents.

1 Building and maintaining effective working relationships with a variety of entities both
internal and external to the employing agency.

1 Making recommendations using a planning process, policy guidance interpretation,
water resource @n development, and decision document preparation.

1 Leading and working effectively with a team in the development of decision documents.

5.2 Technical Trainingnd Certifications
For GS12 and GS.3 level planning staff, the following PROSPECT coussesc@mmended. More

AYF2NXIGAZ2Y 2y (GKSaS O2widsikestis:/Olt.ysac@Bny MESABCOR Ay G KS
specific course recommendations can be found in Appendix A.

104 ¢ Risk Communication @Public Participation. The course is designed to teach participants to

better communicate risk, understand and engage various publics, and learn to use the public
participation planning process. This is an interactive workshop that teaches participaatéeg)st
communication, risk communication, and public participation principles and strategies relevant to any
issue. Participants learn how to identify missions, goals and objectives; identify and prioritize various
publics; develop risk communication mages; determine the most effective methods and tools for
conveying these messages; and evaluate the success of risk communication and/or public participation
efforts. Participants of the course learn: how to handle hostile individuals and audiences podads
challenging questions and statements; how to avoid traps; how to select the right public participation
techniques; and how to improve and apply nonverbal communication skills.
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209¢ Risk Analysis for Flood Damage Reduction Projects. This coussatsrask assessment methods

and concepts, many of which are required by Corps guidance. The objective is to enable participants to
readily adapt these methods and concepts to their own studies and projects after successfully
completing the course. Poliégysues, concepts in statistical analysis, and risk and uncertainty methods
used in the evaluation of flood risk management projects are emphasized in the course. Workshops
provide participants with the opportunity to apply the course's concepts usingrarologic

Engineering Center Flood Damage Reduction AnalysisKBECsoftware program.

218¢ Civil Design for Planning. The objective of this course is to develop knowledge, skills, and aptitudes
regarding the policies, procedures, tools, and technidieeshe execution (planning and design) of a

Corps Civil Works project. After completing this course, the student should be able to more effectively
execute and coordinate a mudtisciplinary Corps Civil Works project. Topics include organization and
dewvelopment of resources required to execute the process, policy, guidance, and various sensitive
design concerns within the project planning process (including engineering overview, geotechnical,
electrical/mechanical, hydrology and hydraulics, tisised amlysis, value engineering, structural
engineering studies, and geographic information systems). Emphasis is placed on navigating the review
process and the SMART Planning Process. This course tracks the Corps of Engineers Project
Management Business Prosgfsom the authorization of the first study to the completion of

construction.

349¢ Risk Analysis. This course introduces concepts and tools of risk analysis into Corps planning studies
and extends these concepts to studies for structural rehabilitatiosh far management and operations

of existing projects. Risk analysis is a decimiaking framework that explicitly evaluates the level of risk

if no action is taken and recognizes the monetary and-mametary costs and benefits of reducing risks

when malkng decisions. Risk analysis also deals with uncertainties in models, parameters, and
assumptions and acknowledges them in decision making. Risk analysis is an integral component of Corps
decision making in all business lines. It affects all technicaysinahroughout each step of planning

process. Major aspects of risk analysis included in this course are (a) definitions and concepts, (b)
probability and statistics; (c) models for risk analysis; (d}oeentitative methods; (e) event trees and
decisiontrees; (f) Monte carol simulation; (g) using scenarios; (h) bewe§t uncertainty; (i) risk

informed planning; and (j) case studies from various applications to Civil Works. The course includes
extensive use of computer exercises as aids to learnirigding handson risk modeling and

assessment tools.

Another formal training option is the Notre Dame of Maryland University (NDMU) Risk Management
Program. The program consists of six graduate courses conducted entirely online on the NDMU course
managemensystem. The courses are taught by NDMU faculty. Course lectures, readings, videos, and
background materials are presented in modules typically consisting of a mix of reading and discussion of
textbook and professional literature materials; viewing ofeddectures or demonstrations;

participating in class forums; completing a weekly quiz; and completing individual or group homework
assignments. Students are provided with university email and library accounts. More information is
available ahttps://online.ndm.edu/onlinedegrees/ms-in-riskmanagement/

The Planning Associates (PA&)gram is an advanced training opportunitypically for G82/13
employees Candidates areompetitively selected by HQUSACE from a pboandidates submitted by
the Commanders of the eight MSCs, Lamsl FOAsThe PA Program éstwo-year programwith course
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work split over two fiscal years. Thisionof the programis to developplanningeadersvhoarecapable
ofexecutingl K S /cariidt Bdafingmissiorandwho are preparedor tomorrow's mission
challenges. Thgoalsof the PA Program ate provide an opportunity for planners to develdipe
knowledge, skills, and abilitiés grow intoexperts in their fields and senior leadevio can influence
the Civil Works Progranetailed information on the PA Program can be found in Appendix F.

There are two important certifications that Corps planners should aspire to: Agency Teéteniaal
(ATR) certification and National Water Resources Certified Planner (WRCP) certification.

Once Planners reach a certain level of expertise in their field, they can be certified to conduct Agency
Technical Reviews. ATR certification is availableuindategories that coincide with the four s@oPs:

Plan Formulation, Economics, Environmental, and Cultural Resources. There is a call for applications for
ATR certification each year. For more information, see Appendix D.

The National WRCP Program fsaanework for developing and sustaining a results oriented, high
performing planner workforce. The standard to attain status as a WRCP is high. This certification not
only requires candidates to have taken certain training, but also to demonstrate erperiknowledge,

and leadership. The WRCP is an individual who has a broad variety of experience and training in the
Corps planning processes and is capable of leading the most complex water resources planning efforts,
ATRs, and planning task forces throaghthe enterprise. By identifying WRCPs, the Corps can help
water resource managers match complicated, controversial, and highly visible studies and initiatives
with a very capable lead planner, no matter where that planner is located. See Appendimd@dor
information on this program.

5.3Mentoring (For Self andiia®rs)

Senior planners at the &2/13 level are highly skilled, widely recognized for their advanced or expert
level in a particular subject matter or technical skill, and have several ge@wmrps planning

experience. As such, they are expected to serve as mentors for less experienced planners, either
formally or informally.C2 NJ AYF2NX I G A2y 2y @2dz2NJ 5Aa0GNAOGQa YS
supervisor.

At the GSL12/13 level, planers can still greatly benefit from having a mentor of their own for technical

or career mentorship. The best mentor may or may not be someone in your office. Consider someone at
another District, MSC, or even another agency. When speaking with your sgrealsbut your career

goals, ask if he or she has any contacts that might be a good fit.

5.4Leadership Training
Regionaleadership Development ProgranT his is a 1@nonth program led by the MSC with tivgent

to provide an opportunity for representatives from thdSQ@ districts to learn more about the unique
Corpdunctions and missions throughout the region. Regional thinking, leadership and communication
are emphasized. To learn more about the program and application process iM§gaLispeak with your
supervisor.

The Army Civilian Education System (CES) mgagssive and sequential leader development program
that provides enhanced leader development and education opportunities for Army civilians throughout
their careers. CEH3ovides selidevelopment and institutional training to develop leadership attributes
through distance learning (dL) and resident training. At thel@®Rvel, it is expected that you will take

the CES Foundation Course and CES Intermediate Course. At1Bdeas8l (or higher), it is expected
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that you will take the CES Foundation Couwnsd CES Advanced Course. For more information, visit
https://usacac.army.mil/organizations/cace/amsc/cesSchedule

The HQUSA@Iponsored Emerging Leaders Program is avaifablindividuals (typically GEL/12) who

have exhibited leadership potential and seek opportunities to develop and refine their leadership skills.
Participants in this program are given the opportunity to observe the leadership styles of their peers and
Corps senior leadership. There are opportunities for formal mentoring and shadowing, attending the
annual Senior Leaders/Emerging Leaders Conference, and to serve on HQUSACE committees and teams.
Often participants are required to complete a @8y detailoutside their organization Participation

requires the preparation of technical reports on various events and researching assigned topics. Some
organizations encourage completion of an LDP prior to applying to the Emerging Leaders Program

more informdion, talk with your supervisor.

Career Program 18 Leadership Development Prograing Army groups similar occupational series and
functional fields into Career Programs (CPs)1&R for engineers and scientiségd it is the CP for the
majority of Caops personnelincluding planners. The €8 Leadership Development Program is
designed to prepare high potential @3 and GSL3 employees to serve in leadership positions.
Participants are given three years to complete the program. Requirements ofrtigsam include

formal mentoring and several supervisory and leadership training courses. More informationléh CP
can be found in Appendix C.

For planners in supervisory positions, relevant tools and information can be found in Appendix K.

5.50nthe-job Training
In addition to experience gained through daily duties, otheitlogtjob training at the G82/13 levels
could include, but is not limited to:

Serving as a lead for complex studies and/or regional or national studies

Shadowing Regional Techni&galecialists, supervisors, and other leaders in your field
Participating in leadership development programs

Participating in professional organizations

Completing short crosdistrict developmental assignments and training in engineering,
regulatory, rehestate, operations, project management, etc.

9 Attending District Project Review Board meetings (with supervisor approval) for
exposure and understanding of District business processes

Helping with new work development, budget submittalshéets, etc.

Assisting with Regional or National special projects for your MSC, a PCX, IWR and/or
HQUSACESpecial assignments are utilized to advance project success and expand
planner competences. Opportunities exist to serve on ad hoc task forces and as a
participantor lead on district, regional or national issues. Special assignments are
challenging, generally require extra effort, provide exposure for the planning discipline,
help to broaden perspectives, and can be personally and professionally rewarding.
Completng temporary details to a MSC, PCX, IWR and/or HQUSACE

Shadowing others on DQC and ATR reviews to build competency for ATR certification
Once ATR certified, seeking out review opportunities as an ATR team member or ATR
lead

= = = =4 -8 -8 -9
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1 Applying to serve as a PCC dretPROSPECT course instructor. For more information
on how to become a course instructor, see Appendix I.

5.6 SelfDevelopment

SubCoPRspecific resources for selfievelopment are listed in Appendix IA. addition to the

recommended reading contained @hapter 3.GandChapter 4.6 <lf-development at the G$%2/13

level could include, but is not limited to, additional academic education, reading, and soft skills
development.

Plannersmay consider the numerous opportunities available to puraudaster's Degree in water
resources planning or arelated fietlK S DNJ Rdzl 6 S [ S@St oal aidSNRa 5S3INB
Planning offered through the Corps provides professi@tcationin theory and practice of water
resources planning. ParticipantsanCorpssponsored graduate program in water resources nmset

all requirements, including being accepted and enrollingparéicipating university and completing 30
semeste hours ofcourse work. The following universities are currently participating in this program:
Johns Hopkins, Southern lllinois University, University of Arizona, Washington State University,
University of Florida, and Harvard University. Each participargt meet all requirements, including
completing one semester of residency at the university. The University of Florida offers its program 100
percent online. More information on advanced educational opportunities can be found at
https:/www.iwr.usace.army.mil/Missions/T raining/WatéResourced raining/Program$y-Divsion/

You can also read planning or leadership books and articles. HawsirteBs Review has a wealth of

freely available articles. TED Talks are another great resources fdeselbpment. These are freely
available on YouTube. Additionally you can attend and/or speak at workshops and conferences, such as
the national PCoP wkshop that happens biennially and the Floodplain Managers Association (FMA)
conference that occurs annually, among others. Talk to your supervisor to look into workshop and
conference opportunities that may be right for you.

It is also beneficial to benaactive member in a professional organization in your field. Not only are they
a valuable resource for knowledgpelilding and continuing education, but they can provide
opportunities for networking and collaboration, including annual conferences. Thosvint) list includes
just a few of the many organizations available:

American Anthropological Association

American Economic Association

American Fisheries Society

American Institute of Biological Sciences

American Society of Civil Engineers

Archeological Institute of America

Ecological Society of America

National Society of Professional Engineers

Society for American Archeology

= =4 -4 4 8 8 8 -2 -9

It is important for planners to stay informed on updates to relevant legislation, policy, and guidance,
because such information may affect how a study is conducted. Links to Civil Works legislation and
Corps implerantation guidance can be fouritere.
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Chapter 6 Senior Planningdadership (Generally GRI/15)

6.1 Expectationand Responsibilities

Those in SenidPlanning Leadership positiotgically havebreadth as well as depth in planning
expeience and have developesblid leadership and management skillfie typical expectations listed
below are a summary of thduties contained witm 5 U.S.C. 5104, Bafis grading positions. The
typical responsibilities have been taken from example position descriptions #@4/@S planning
personnel.

Typical Expectations:

1 Perform, under general administrative direction, with wide latitude for the exercise of
independet judgment, work of exceptional difficulty and responsibility along special
technical, supervisory, or administrative lines which has demonstrated leadership and
unusual attainments.

9 Plan and direct or plan and execute major professional, scientifionieal,
administrative, fiscal, or other specialized programs, requiring extended training and
experience which has demonstrated leadership and unusual attainments in professional,
scientific, or technical research, practice, or administration, or in aitnative, fiscal, or
other specialized activities.

1 Perform consulting or other professional, scientific, technical, administrative, fiscal, or
other specialized work of equal importance, difficulty, and responsibility, and requiring
comparable qualificabns.

Typical Responsibilities:

1 Exercise management over assigned programs.

1 Coordinate, develop, and provide authoritative interpretations of Corps policy.

1 Apply extensive knowledge of effective management principles and practices in

conjunction withpolicies, regulations, and procedures.

1 Provide guidance, direction, and assistance in shaping, implementing, and communicating
goals within the organization and to external customers.
Develop standard methods and procedures to be used in managing studies
Supervise teams in addition to performing personal duties.
Maintain effective communication with stakeholders and higher headquarters senior level
officials.

= =4 =4

6.2Mentoring Eor Self and fBers)

Senior planners at the GIBI/15 level are highly skilled, widely recognized for their mastery of a

particular subject matter or technical skill and have several years of Corps planning experience. As such,

they are expected to serve as mentors for lessegigmced planners, either formally or informallffor
AYF2NNIEGARZ2Y 2y @2dzNJ 5AA0NAOGQa YSYG2NAY 3 2LILI2 NI dzy

Even at the G$4/15 level, planners can still greatly benefit from having a mentor of their own. In this
case, the st mentor may not be someone in your office, but rather someone at another District, MSC,
or even another agency. When speaking with your supervisor about your career goals, ask if he or she
has any contacts that might be a good fit.
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6.3Leadership Traing

The Army Civilian Education System (CES) is a progressive and sequential leader development program

that provides enhanced leader development and education opportunities for Army civilians throughout
their careers. CES provides s##fvelopment andnstitutional training to develop leadership attributes
through distance learning (dL) and resident training. At thel@3$5 level, it is expected that you will

take the CES Foundation Course and CES Advanced Geurrseore information, visit
https://usacac.army.mil/organizations/cace/amsc/cesSchedule

For planners in supervisory positions, relevant tools and information can be found in Appendix K.

6.40nthe-job Training

Developmental assignments are available to senior planning leadership in order to expand their KSAs.
This may involve being detailed to another functional area in Planning, to another office (including at an
MSC or HQUSACE), or a stakeholder agency (P&,3}EFWS, etc.). In requesting a developmental or
rotational assignment, planners should discuss their desires with their supervisor and then have the
request included in their IDP. Developmental or rotational assignments are usually most beneficial after
a planner has mastered his or her own position. Rotational assignments may be two weeks or up to
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assignments in the MSC, or in working with regional @uctinical experts.

Those in senior leadership positions may be eligible to serve as instructors for PCC or other-ddnning
courses. For more information on how to become a PROSPECT course instructor, refer to Appendix .

6.5 SelfDevelopment

SubCoPspecific resources for safievelopment can be found in Appendix A. In addition to the
recommended readings and resources contained in Chapters 3, 4, and 5, it is recommended that the GS
14/15 planner, regardless of suloP, also review:

1 Primal LeadershigRealizing the Power of Emotional IntelligebgeDaniel Goleman, Richard
Boyatzis, Annie McKee

1 Conversational Intelligence: How Great Leaders Build Trust and Get Extraordinarytigesults
Judith Glaser

91 Outliers: The Story of SuccegsMalcolm Gladwell

It is also beneficiab be an activememberin a professional organization in your fiekot only are they
a valuable resource for knoedgebuildingand continuing education, buhey can provide
opportunities fornetworking and collaboration, includirannual conferenced he following list includes
justa few of the many organizations available:
9 American Anthropological Association
American Economic Association
American Fisheries Society
American Institute of Biological Sciences
American Society of Civil Engineers
Archeological Institute of America
Ecological Society of America
National Society of Professional Engineers
Society for American Archeology

E R N
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https://usacac.army.mil/organizations/cace/amsc/cesSchedule
https://www.americananthro.org/
https://www.aeaweb.org/
https://fisheries.org/
https://www.aibs.org/home/index.html
https://www.asce.org/
https://www.archaeological.org/programs/societies/
https://www.esa.org/
https://www.nspe.org/
https://www.saa.org/

It is important for planners to stay informed on updates to relevant legislation, policy, and guidance,
because such information may affect how a study is conducted. Links to Civil ¥épsksibn and
Corps implementation guidance can be fournste.
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Chapter 7 SeniorExecutive Service
7.1 Senior Executive Senidefired
In an agencyavered by the Senior Executive Service (SES), SES positions are classified-db@aealGS
include duties involving one or more of the functional criteria (executive or managerial) identified in law.

7.2How to Apply

The first step is to identify and applor a specific SES vacancy. Agencies announce their SES vacancies
on USAJobs. From there, you may download information on vacancies of interest to you, complete the
application procedures, and submit your application to the agency that has the vacaecggéncy

submits the executive core qualifications of the person selected to a Qualifications Review Board (QRB)
convened by OPM. The QRB must certify all selectees before they can be appointed to the SES.

7.3 Qualifications

OPM has identified five exetive core qualifications (ECQs). The executive core gqualifications define the
competencies needed to build a Federal corporate culture that drives for results, serves customers, and
builds successful teams and coalitions within and outside the organizatienECQs are required for

entry to the SES and are used by many departments and agencies in selection, performance
management, and leadership development for management and executive positions. The ECQs were
designed to assess executive experience artérgal, not technical expertise. Successful performance

in the SES requires competence in each ECQ.

ECQZL- Leading Change

Definition: This core qualification involves the ability to bring about strategic change, both within and
outside the organizatiortp meet organizational goals. Inherent to this ECQ is the ability to establish an
organizational vision and to implement it in a continuously changing environment.

ECQ2- Leading People

Definition: This core qualification involves the ability to |@@&bple toward meeting the organization's
vision, mission, and goals. Inherent to this ECQ is the ability to provide an inclusive workplace that
fosters the development of others, facilitates cooperation and teamwork, and supports constructive
resolution ofconflicts.

ECQS3- Results Driven

Definition: This core qualification involves the ability to meet organizational goals and customer
expectations. Inherent to this ECQ is the ability to make decisions that producegumagdjty results by
applying technial knowledge, analyzing problems, and calculating risks.

ECQ4- Business Acumen
Definition: This core qualification involves the ability to manage human, financial, and information
resources strategically.
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ECQ5- Building Coalitions

Definition: This core qualification involves the ability to build coalitions internally and with other Federal
agencies, state and local governments, nonprofit and private sector organizations, foreign governments,
or international organizations to achieve commgoals.

7.4 Selection Process
Initial career appointments to the Senior Executive Service must be based on merit competition.
Following is a summary of the SES Merit Staffing Process:

1 Agency chooses a selection method.

1 Agency publicly advertises the pasit through various methods, including placement on the
USAJobs (external link) website for a minimum of 14 days. The area of consideration is qualified
Federal Employees only (only current Federal civil service employees may apply) or all qualified
persors (anyone may apply).

1 Candidates submit their applications to the agency.

Agency rating panel reviews and ranks candidates.

1 Agency Executive Resources Board recommends the best qualified candidates to the selecting
official.

1 Appointing authority makes a ofice and certifies that the candidate meets both the technical
and ECQs for the position.

1 Agency submits candidate's application package to an-@éinistered QRB for certification
of executive core qualifications.

1 Following QRB certification, agereypoints the candidate to the SES position.

|

7.5SES Candidate Development Program

A Senior Executive Service Candidate Development Program (SESCDP) is one succession management

tool agencies may use to identify and prepare aspiring senior executive asleSESCDP is designed
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graduates typically start theSESCDP with experiences normally obtained at th&53&el, or

equivalent. Note that QRB certification does not guarantee placement in the SES, and SESCDP

participation is not required for selection into the Senior Executive Service. All SESCDipsaneed

on USAJobs.

For more information on the Senior Executive Service, hiigit://www.opm.gov/policydata
oversight/seniofexecutiveservicel/



https://www.opm.gov/policy-data-oversight/senior-executive-service/
https://www.opm.gov/policy-data-oversight/senior-executive-service/
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Appendix A. Career Roadips by SWHCommunity of Practice

A.1 Cultural Resources

A.2 Economics

A3 Environmental/Ecosystem Restoration
A4 Plan Formulation

INDER

STRIGIOL_
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Appendix BKnowledge, Skills, & Abilities by SGObmmunity of

Practice

B.1 Cultural Resources
B.2 Economics

il

i
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B.3 Environmental/Ecosystem Restoration

Novice

6-Step Process

Communications

Leadership/Management

Economics
Engineering

Tools
Contracting

Ecosystem Restoration

Environmental Compliance

Apprentice

Journeyman

Expert

A Civil Works missions A P&G (or new P&R) Accounts evaluation procedures u Water resources policies and authorities
A Civil Works history A Decision documentation preparation, coord. & review A Technical review process & requirements (DQC, ATR, IEPR)
A Project management business process A Understanding Vertical Team roles and responsibilities U Project approval steps (SMART Planning milestones)
A Continuing Authority procedures A Climate change policy & implications U Decision documentation preparation, coord. & review
A Water resources policies and authorities A Formulating multipurpose projects (multi-objective planning)
A Project approval steps (SMART Planning milestones) A Policy development & implementation guidance
A SMART Planning philosophy & context A Identify policy, technical and legal issues
U Climate change policy & implications
A Six-step planning process A Determining the Federal interest in NER U Determining the Federal interest in NER
A Forecasting future with and without project conditions A Selection of a plan (NED, NER, LPP)
A Identifying objectives & constraints
A Identifying/developing alternatives
A Screening alternatives
A Inventorying existing conditions
A Identifying planning problems & opportunities
A Communication skills (baseline oral and written) u Communication skills (baseline oral and written)
A Technical writing (reports, white papers, etc.) U Technical writing (reports, white papers, etc.)
A Speaking, presentation skills, interpersonal, virtual
communications/teaming A Documenting policy compliance and technical review
A Organizing information for briefings & presentations
A Cultural awareness & sensitivity
A Coordination with other agencies
A Team building/management
A QMS for Environmental
A Conflict resolution processes
A Leadership
A GIS applications A Risk analysis for planning decisions (risk register)
A Estimating study costs
A Tradeoff analysis with monetized and non-monetized benefits &
A Social impact evaluation costs
A Project features (flood, navigation, rest, etc.) U Hydrology and flow frequency analysis
A Hydrology and flow frequency analysis
Construction specmcations related to environmental
AE contracting procedures
A Cost effectiveness & Incremental cost analysis Cost effectiveness & Incremental cost analysis
A Environmental Benefits Assessment Models Tradeoff analysis among multiple ecosystem output categories
A Environmental Operating Principles A Invasive Species Management Environmental Benefits Assessment Models
A Ecosystem Restoration Formulation Conceptual Ecological Models
A Resource Significance Identification Monitoring and Adaptive Management Plan
Invasive Species Management
Ecosystem Restoration Formulation
Resource Significance Identification
Risk & uncertainty analysis
A Mitigation Planning Ecological Risk Assessment
A NEPA Scoping Mitigation Planning
A NEPA NEPA Scoping
A Environmental Impact Assessment INEERA
A Cultural resources evaluation & compliance Endangered Species Act consultation process

Fish and Wildlife Coordination Act

Clean Water Act

Clean Air Act

Coastal Zone Management Act

Essential Fish Habitat

Marine Protection Research and Sanctuaries Act (Ocean
Disposal)

Marine Mammal Protection Act

Environmental Justice

Cumulative and Secondary Effects Analysis

Floodplain Management Executive Order

Sustainability

Cl>>|>>> x>l >>CCic(>]>cCc(cC>>CC|>C]l> >

Environmental Impact Assessment
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u Technical review process & requirements (DQC, ATR, IEPR)
u Formulating multipurpose projects (multi-objective planning)
U Policy development & imple mentation guidance
u Identify policy, technical and legal issues
V] Documenting policy compliance and technical review
u Leadership
A Strategic thinking & visioning
V] Construction spe cifications related to environmental
U Tradeoff analysis among multiple ecosystem output categories
u Environmental Benefits Assessment Models
U Ecosystem Restoration Formulation
U Mitigation Planning
u Endangered Species Act consultation process
U Clean Water Act
U Cumulative and Secondary Effects Analysis
U Environmental Impact Assessment




B4 Plan Formulation
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Original
Order on Knowledge| New or
Planners' | Category Description or Ability | Upgraded? Training Method Guidance/Reference/Regs Comments
T&D (KorA) (N or V)
Guide
2 Policy | Civil Works missions K N Civil Works Dev Proc PGN, Chapter 3, Policy Digest
3 Policy | Civil Works history K N Civil Works Dev Proc http:/Aww.usace.army.mil/About/History.aspx Suggels:ted el . el
Desert", by Marc Reisner
5 Policy | Projectmanagement business process K N OJT orientation from superviso, ER 51-11
6 Policy | Continuing Authority procedures K N Civil Works Dev Proc ER 110%2-100, Appendix F
7 Policy | Water resources policies and authorities K N Planning Essentials, OJT Planners' Toolbox, Policy Digest, PGN Star'Fs at Nowce_ and requires
continual updating
32 Policy Pr_OJect approval steps (SMART Planning K N OJT, QVI| Works_ Dev Proc, Planner's ToolboSMART Guide, Planning Bulletin 2083 Consider need for locally preferre
milestones) Planning Essentials plan approvals
49 Policy | Relationships of HQ, ASA(CW), and OM K N Civil Works Dev Proc Awareness of roles and

relationships

Minimal knowledge needed to
52 Policy | Federal budget process K N Civil Works Dev Proc Budget EC 12-206 for FY16 understand basic process;
continuous upgrading needed

Minimal knowledge needed to
99 Policy | CW appropriations process K N Civil Works Dev Proc understand basic process;
continuous upgrading needed

Minimal knowledge needed to
53 Policy | CW authorizatiomprocess K N Civil Works Dev Proc understand basic process;
continuous upgrading needed

Planning Essentials, Plan

99 Policy | SMART Planning philosophy & context K N Formulation Capstone

Planner's Toolbox, SMART Guide, WebirRles)ning Bulletins

Considerations durinfgasibility

and PED, Inflated fulignded

Financial planning, wofik-kind services, Intro to Civ Works Developmer

99 Policy partnership with Corps K N Process, PROSPECT PPA Co ER 1165%-208, Project Partnership Kit, DCW Cost Defn Memo 25Aug2011 cc_)s_t§ VS constanﬂo_llgr_ (_:osts, |
division of responsibilities, Integra
determinations

1 6-Ste Sixstep planning process K N Planning Essentials, Plan For Planning Manual, PGN

P PP gp Capstone, PROSPECT 348, O 9 ’
LDP, CES Foundation, PA, OJT,
Communication skills (baseline oral and Communication skills (baseling PROSPECT 91, Army Action Offi
4 Com . K N . L
written) oral and written) training, OPM or other formal
training
26 Com Technical writing (reports, whitgapers, A N OJ_T,_ OPM or other formal
etc.) training
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Some specific communications
: . : LDP, PA, Toastmasters, skills can only bacquired on the
99 Com SPe‘?‘k'“g & Presenta’qon Sl e PROSPECT 91, OPM or other job, like presentation and
briefings, public meetings) o L -
formal training, OJT communication of decision
information, briefing CGs, etc.
Some specific communications
Organizing information for briefings & skills can only be acquired on the
99 Com g g 9 OJT, PA, PROSPECT 91 job, like presentation and
presentations L -
communication of decision
information, briefing CGs, etc.
99 Com Interpersonal communication skills (oral, OJT, OPM or other formal
e-mail, correspondence) training
99 LM Organizing project files and data oJT CheCk.W'th D'St”Ct./ Qrganlzatlon
regarding local policies.
Planning Community Toolbox
PCCS6, Planning Essentials, (http://planning.usace.army.mil/toolbox/processes.cfm?ld=267&0ption=Missi .
: i ) ) Knowledge of typical measures fc
Project features/management measures Planning Capstone, Planning | USCG, Deep and Shallow Draft Design Manuals, IWR Management Measure e
31 ENG . . ey . o . each mission area to be used to
for each mission area Associates Program, Academiq Digital Library (http://library.wateresources.us/docs/MMDL/ECO/index.asp), build alternative plans
training, OJT Coastal Manual, Engineer Pamphlé652-1, Chapter 13: Flood Damage pians.
Reduction; need something more from FRM PCX based on PA presentation?
Intro to Civ Works Developmen Basic understanding how the
43 Cont | Construction contracting procedures Process P SPD QMS Procedures (addresses requirements before bids can be solicited) Corps accomplishes construction
for projects.
CATEGORY KEY
Policy Corps process, policy & authorities
6-Step Six-Step planning process steps
Comm Communication
LM Leadership/Management
Econ Economics
Eng Engineering
Env Environmental
Tools Technical tools
Cont Contracting
Planners' Training and Development Guide is located online at: http://planning.usace.army.mil/toolbox/library/Misc/KSA1.pdf
NOTE:
1. ltems 1-58 are from the original guide. Items 99 are additions.
2. Designation level (e.g., novice, apprentice) applies to level/phase when the particular knowledge or ability is new (N) or upgraded (U).
3. OJT should include mentorship and technical assistance from senior planners as needed to improve basic skills.
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Original
Order on Knowledge| New or
Planners' | Category Description or Ability | Upgraded? Training Method Guidance/Reference/Regs Comments
T&D (KorA) (N or U)
Guide
5 Policy Project management business proces K U OJT onenta_tlon from ER 51-11
supervisor
6 Policy Continuing Authority procedures K U Civil Works Dev Proc ER 110%-100, Appendix F
PROSPECT 91, PCC7, IWR F ) , . . .
9 Policy Public involvement processes K N Participation and Risk PGN App B; IWR Conf|.|ct Resolution and_ Public Participaéoter
Communication (www.iwr.usace.army.mil/cpc)
Civil Works Dev Proc, Plannir Locally preferred plans, muiti
15 Policy Cost Apportionment (cost sharing) KA N Essentials, PROSPECT PF ER 1168-31; PGN App E, PGL 62 purpose projects, differs across
Course missionareas
Understand overall process and
16 Policy NEPA process requirements K N PCC3, PROSPECT ER 20&-2, PGN App C when to consult with a NEPA
specialist
. . . 0JT, PROSPECT #315, Ci , AlGERIEE IR e
21 Policy Local cooperation requirements K N Planner'sT oolbox development process, what are the
Works Dev Proc o
non-federal sponsor responsibilities
Understand analyseseeded to
24 Policy Floodplain Management requirementg K N OJT, FEMA training courseg PGN, ER 116526, upcoming Planning Bulletin comply W!tr,], EO 11938; Sugge'ste(
reading: "Living with Nature's
Extremes", "Rising Tide"
25 affey | REEESEO LS ENE ERIEIENS (- e N 0JT ER 4081-2 PF needs to know what to ask RE f
estate plans, takings analyses, etc.)
o8 Policy P&G (or new P&R) Accounts evaluatio K N Planning Essentials PGN, IWR pubs such as OSE & R
procedures Handbooks
. Technical review process & requiremer| OJT, Planner's Toolbox, PC Contribute towriting Review Plans;
& =ellsy (DQC, ATR, IEPR) A A Guild docs S8 Lhezls, Respond to comments
32 Policy Project approval steps (SMART Plann K U OJT, Civil Works Dev Proc, Planner's ToolboSMART Guide, Planning Bulletin 2083 Consider need for locally preferred

milestones)

Planning Essentials

plan approvals
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Decision documentation preparation,

Apprentice works with Journeymar

33 el coord & review A QI (HETIIE Sl to learn these skills
42 Policy Postauthorllzoarlggg dpuI?enSnlng & review KA OJT, Civ Works Dev Proc PGN App G, SPD QMS Processes, ERBA(BS
49 Policy | Relationships of HQ, ASA(CW), and O K Civil Works Dev Proc Awareness of roles and relationshif
Minimal knowledge needed to
52 Policy Federal budget process K Civil Works Dev Proc Budget EC 12-206 for FY16 understand basic process; continuo
upgrading needed
Minimal knowledge needed to
99 Policy CW appropriations process K Civil Works Dev Proc understand basic process; continuo
upgrading needed
Minimal knowledge needed to
53 Policy CW authorization process K Civil Works Dev Proc understand basic process; continuo
upgrading needed
54 Policy | Cost allocation (muHpurpose projects) K OJT, PCC6 PGN App D & E, IWR NED Costs Manual
. . MSC/HQ Developmental, CV)
99 Policy Understanding Vert_lggl_Team roles an K Orientation, Planning PGN App H; Planning Bulletins
responsibilities .
Essentials
99 Policy | Identify policy, technical and legal issu A OJT, OWPR Detail PGN, Planner's Toolb@kibrary)
- . Planning Essentials, Plan For . . Identify resource significance
8 6-Step Determining the Federal interest A Capstone, PROSPECT 348, PGN (Main, App E & F), Planning Manual appropriately for ecosystem project
Identifyingplanning problems & Planning Essentials, Plan For .
<k SEEE opportunities A Capstone, PROSPECT 348, FlETTIng W, e
. o . Planning Essentials, Plan For .
11 6-Step Identifying objectives & constraints A Capstone, PROSPECT 348, Planning Manual, PGN
. L . Planning Essentials, Plan For :
. RD
99 6-Step Inventorying existing conditions A Capstone, PROSPECT 348, Planning Manual, IWR Rpt 20RD3, PGN
Forecasting future with and without Planning Essentials, Plan For : This is a mulidisciplinary task to be
10 6-Step project conditions A Capstone, PROSPECT 348, IWR Report 20103, Planning Manual, PGN done collaboratively.
12 6-Step Identifying/developing plan formulation A Planning Essentials, Plan For Planning Manual, PGN

strategies & alternatives

CapstonePROSPECT 348, Q
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Planning Essentials, Plan For

13 6-Step Screening & evaluating alternatives Capstone, PROSPECT 348, Planning Manual, PGN
Planning Essentials, Plan For e A iealb S T
14 6-Step Selection of a plan (NED, NER, LPH Capstone, PROSPECT 348, Planning Manual, PGN purpose p_rolt_acts, differs across
mission areas
LDP, CES Foundation, PA, Q
4 Com Communication skills (baseline oral an PROSPECT 91, Army Actio
written) Officertraining, OPM or other
formal training
Technical writing (reports, white papers OJT, OPM or other formal
26 Com .
etc.) training
Some specific communications skil
Speaking & Presentation skills (at LDP, PA, Toastmasters, can only be acquired on the job, lik
99 Com P briefig s, public meetings) PROSPECT 91, O&ither presentation and communication of
gs. P g formal training, OJT decision information, briefing CGs
etc.
Some specific communications skil
Organizing information for briefings & SEIN @il 19 EeElIEe @ s fols, 1<
99 Com g g . g OJT, PAPROSPECT 91 presentation and communication of
presentations L ) i
decision information, briefing CGs
etc.
99 Com Cultural awareness & sensitivity PA, PROSPECT 91, 299, 95 Dealing with PDT. arslakeholders
appropriately.
Interpersonal communication skills (org OJT, OPM or other formal
99 Com . o
e-mail, correspondence) training
Effective use of virtual communication OJT, Privateector training
99 Com (NetspeedVirtual Teaming
technology
course)
o . . NCTC = National Conservation
17 LM Coordination with other agencies OJT, NCTC Courses Training Center (USFWS)
PA, PROSPECT 383, CES
27 LM Team building/management Courses, LDP, Emerging
Leaders
Ability to inform PM regarding
29 LM Scheduling PROSPECT #143 activities and resources required tc

complete studies.
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Knowledge of cost estimating and

99 LM Work breakdown structure OJT, PROSPECT 143 . L
sequencing of activities.
Academic training, OJT, IWHR
Course: Fundamentals of
99 LM Group facilitation skills Facilitation and Conflict IWR Conflict Resolution and Public Participation Center
P Resolution, PCC7, Planning (www.iwr.usace.army.mil/cpc), Charette Handbook,
Associates Program, Plannin
Capstone
Corporate Automated Info Systems . o
99 LM (CEFMS, P2, OMS, etc.) oJT Varies by local organization.
OJT, Privatsector training
99 LM Virtual teaming skills (Netspeed Virtual Teaming
course)
99 Econ NED AnaIyS|s_(B_ene_f|t/cost analysis § Planning Esse_ntlals_, _PCC4, d PGN Appendix D & E, NED Manuals
optimization) Academic training
23 Econ EEIIEETTE EFEMOMIEs (M cesi e PCC4, OJT, Academic trainir PGN Appendix D & E, Economics Primer (IWR Rep&8P9 Dlscountlng_a_mortlzatlon,
money) annualizing, etc.
34 Econ Cost effectiveness & Incremental cos PCC3, PCC4, PROSPECT 3 PGN Appendix E, IWR Planning Suite (software, manual, training), IWR Sign
analysis IWR training upon request Reports
Assessing uncertainty in analyses
51 gy | R STEEREL ARl (O CE PROSPECT #209 & #349| Several IWR Risk Manuals, http://corpsriskanalysisgateway.us/, ER4ITa5 | [°CUS 0N economics, H&H, cost, etd
H&H, and cost) Probability of failureanalyses,
economic benefits uncertainty, etc,
Social vulnerability index (SoVl),
19 Econ Other Social Effects Analvsis OJT, TRAINING GAP? IWR OSE Manual (20R303); Other Social Effects: A Primer Environmental Justice; Suggestec
y Repository of examples? (http:/Mmww.iwr.usace.army.mil/Portals/70/docs/iwrreports/2018-02.pdf) reading: "Living with Nature's
Extremes", "Rising Tide"
99 Econ Regional economic analvsis Planningessentials, PCC4, O] RED Manual, IMPLAN software & training, Economics Primer (IWR RepE3),00  Need to understand differences
9 y Academic training RECONS Corpertified model between NED & RED.
Economic, Environmental, NED, RE
99 Econ Document project benefits Planning Capstone Planning Manual, PGN App E, IWR Significance Reports EQ, OSE and other types of benefi

significance
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Eng

Project features/management measure
for each mission area

PCCS6, Planning Essentials| (http://planning.usace.army.mil/toolbox/processes.cfim?Id=267&Option=Missi

Planning Capston®lanning
Associates Program, Academ
training, OJT

Planning Community Toolbox

USCG, Deep and Shallow Draft Design Manuals, IWR Management Meas
Digital Library (http://libray.waterresources.us/docs/MMDL/ECO/index.asp)
Coastal Manual, Engineer Pamphlet 1065, Chapter 13: Flood Damage
Reduction; need something more from FRM PCX based on PA presentati

Knowledge of typical measures fol
each mission area to be used to lou
alternative plans.
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Hydrology and flow frequency analysi

Planning Essentials, PCC5
PROSPECT #57, Academi
training, OJT

Understand basic concepts and tog
used by H&H team members.
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Original
Order on o KnongdQe METTT el - :
Planners' Category Description or Ability | Upgraded? Training Method Guidance/Reference/Regs Comments
T&D Guide (KorA) (N or U)
- . Locally preferred plans, mutti
. . . Civil Works Dev Proc, Planning . ) .
15 Policy Cost Apportionment (cost sharing) KA U Essentials, PROSPECT PPA Cour ER11651-31; PGN App E, PGL 62 purpose pron_acts, differs acros
mission areas
Understand overall process ar
16 Policy NEPA process requirements K U PCC3, PROSPECT ER 20@-2, PGN App C when to consult with a NEPA
specialist
Understand analyses needed
comply with EO 11988;
24 Policy Floodplain Management requirements K U OJT, FEMA training courses PGN, ER 116526, upcoming Planning Bulletin Suggested reading: "Living wi
Nature's Extremes", "Rising
Tide"
o5 Policy Real Estate rules a_md requirements (real estate K U oJT ER 4052 PF needs to know what to as
plans, takings analyses, etc.) RE for
30 Policy Technical review process & requirements (DQC A U OJT, Planner's Toolbox, PCX Guild d ECL11652-214 Contr!bute to writing Review
ATR, IEPR) Plans; Respond to comment;
Decision documentation preparation, coord & AL ST
33 Policy reviewp P ' A U OJT, Planning Essentials Journeyman to learn these
skills
42 Policy Postauthorization planning &view procedures KA U OJT, Civ Works Dev Proc PGN App G, SPD QMS Processes, EREBS
55 ity | OO UIEHINE m“'“p“;g"r’jﬁn‘;r)ojeds kL aBehe A N 0JT IWR Multipurpose Manual, PGN (Main & App E)
. Interstate, Tribal andhternational stakeholder OJT, Consulting with Tribal Nations . .
57 Policy coordination (policy) K N course, PROSPECT #950 Tribal Nations CoP
. . : . : HQ Developmental, MSC
58 Policy Policy development & implementation guidance N Developmental, CoP teams
99 Policy Identify policy, technical and legal issues U OJT, OWPR Detall PGN, Planner's Toolbox (Library)
Considerations during
feasibility and PED, Inflated
99 Polic Financial planning, woti-kind services, K U Intro to Civ Works Development ER 116%-208, Project Partnership Kit, DCW Cost Defn Mem| fully-funded costs vs constant
y partnership with Corps Process, PROSPECT PPA Cours 25Aug2011 dollar costs, division of
responsibilities, Integral
determinations
Expect new guidance to evolv
) Suggested reading: "Heart o
99 Policy Climate change policy #nplications K N OJT, NRCS training courses EC 1168-212 (Sea Level Ch:_:mge), USACE Task Force/Wor Dryness", by James Workmat
Group on Climate Change i "
The End of Abundance”, by
David Zetlad
45 Com LRy po"crz\zgwp"ance SWREIIEE| N OJT, OPM or other formal training EC 1168-214
99 Com Programs support {sheets, info papers, etc.) A N CW Dev Process, PROSPECT 358 Budget EC 12-206 forFY16

Programming Proc), OJT
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PROSPECT 104, LDP, CES Founda

IWR Conflict Resolution and Public Participation Center

Suggested reading: "Getting {

2 Sl Sl iEelie [[IosEEses PA, OJT (www.iwr.usace.army.mil/cpc), Shared Vision Planning Yes"
This is an important skill for
reaching agreement with
38 LM Negotiation skills OJT, Privateector training IWR C_onfhct Resolutlon_and Public Partlglpatlon Cer_1ter sponsors, preparing cqst shgr
(www.iwr.usace.army.mil/cpc), Shared Vision Planning agreements, and working with
agencies and stakeholders
GAP in training opportunities
LDP, Emerging Leaders, CES courses
50 LM Leadership ' Ellppen, OPM or otherfprmal
training/developmental assignments,
mentoring
Focused on clarifying wha
decisions need to be made ar
Campaign Plan, SMART Guide, Scenario Planning Handbook what da‘Fa |s_needed._ Using
o L CES Advanced, Developmental . . : S appropriate information to
99 LM Strategic thinking &isioning ) ) Conflict Resolution and Public Participation Center -
assignments, mentoring : . - : make decisions. SMART
(www.iwr.usace.army.mil/cpc), Shared Vision Planning . :
Planning context. Consider
future conditions and
environment.
Risk assessment,
PROSPECT #209 & #349; Planning , . , , communication & managemer
99 LM Risk analysis for planning decisions Webinar (June 2012, SMART Plan#in SSHEE NAIR N I ETURIE, T Ceias e QR R ENIE regarding level of information
. ) 11052-101 o
The Risk Register) needed to make decisions,
using Risk Register
Academic training, OJT, IWR Coursg
99 LM Groun facilitation skills Fundamentals of Facilitation and IWR Conflict Resolution and Public Participation Center
P Conflict Resolution, PCC7, Planning (www.iwr.usace.army.lificpc), Charette Handbook,
Associates Program, Planning Capstq
99 LM Estimating study costs OJT, mentoring "PMP Cost Summary Work Sheet" on SMART Guide SRS [P formulatlon_ cost
for PMPs and contracting.
99 LM Corporate Automated Info Systems (CEFMS, P oJT Varies by local organization.
QMS, etc.)
99 Econ NED Analysis (Benefit/cost analysis & optimizati( Sl Esse_ntlals_, .PCC4’ o PGN Appendix D & E, NED Manuals
Academic training
. . PCC3, PC2ROSPECT 348, IWR| PGN Appendix E, IWR Planning Suite (software, manual, train
34 Econ Cost effectiveness & Incremental cost analysis - A
training upon request IWR Significance Reports
Assessing uncertainty in
: . : | , ) , , analyses, focus on economic
51 Econ Risk & uncertainty analysis (affects econ, H&H, & PROSPECT #209 & #349 Several IWR Risk Manudiftp://corpsriskanalysisgateway.us/, E H&H, cost, etc.: Probability of
cost) 11052-101 . :
failure analyses, economic
benefits uncertainty, etc.
Social vulnerability index (SoV
) IWR OSE Manual (20R303); Other Social Effects: A Primer Environmental Justice;
19 Econ Other Social Effects Analysis OJT, TRAINING GAREpository of (http:/ww.iwr.usace.army.mil/Portals/70/docs/iwrreports/201:3 Suggested reading: "Living wi

examples?

R02.pdf)

Nature'sExtremes”, "Rising
Tide"
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Planning Essentials, PCC4, OJT,

RED Manual, IMPLAN software & training, Economics Primer

Need to understand difference

2 SElL RERITE! EEOMEE el Academic training Report 09R-3), RECONS Cosertified model between NED & RED.
Tradeoff analysis with nemonetized benefits & PCC4, PCC6, OJT, Planning Essent| IWR Planning Suite (software, manual, training); IWR F@ffle | Multi-criteria decisioAmaking
99 Econ .
costs Planning Capstone Manual (MCDA)
36 En Hydrology and flow frequency analysis HEMIg SIS (RS Ao Un?(?cr)lsstinsdegisch(gﬂctig; .
g y %y a y y #57, Academic training, OJT y
members.
99 Env Environmental compliance (applicablelaws) PROSPECTL#;N?ffs;gPSOSPECT : ER 20@-2, IWR Environmental Desk Reference
Understand how to avoid,
minimize & compensate for
18 Env Environmental mitigation analysis PCC3, PROSPECT 348, OJT PGN App C NS U B
formulate andevaluate
mitigation strategies, impacts
and benefits.
Understand constraints and
: requirements associatedith
20 Env Cultural resources evaluation & compliance PROSPE.CT 299 & 950, Planning Cultural Resources Sub CoP training guide cultural resources that affect
Associates Program, OJT . .
plan formulation and project
scheduling.
40 Env Endangered species consultation process PRQSPECT {Emy L"?‘WS &. Regs), F&W Coord Act, ESA, Marine Mammal Protection Act
Environmental Considerations
Understand how these
procedures are used to
41 Env Habitatevaluation procedures or equivalent proce PROSPECT #168, 169, 280, 348; Q Ecpsystem restoration gat_eway (htt_p://ew calcule_lte environmental
environment.usace.army.mil/restoration.cfm) benefits for ecosystm
restoration and mitigation
planning.
99 Tools Shared vision models OJT, IWR courses IWR Center on SVP (http://sharedvisionplanning.us/)
Developing scope of work,
indep_en_de nt government estima@e,
99 Cont AE contracting procedures PROSPECT #4, OJT negotiation process and overseeing

AE and service contracts for
Planning studies as a technical
point of contact.

40



OELISNI Y{! Q&
Original
Order on Knowledge| New or
Planners'| Category Description or Ability | Upgraded? Training Method Guidance/Reference/Regs Comments
T&D (KorA) (N or V)
Guide
54 Policy Cost allocation (mulpurposeprojects) K U OJT, PCC6 PGN App D & E, IWR NED Costs Manual
55 Policy Form“'a“”gm“'“p”g’lgﬁii%‘;’em (mukobjective A u oJT IWR Multipurpose Manual, PGN (Main & App E)
Rarely needed outside of
56 Policy Briefing ASA(CW) and OMB A N OJT, HQ Developmental Assignmen HQ, but valuable
experience to have.
58 Policy Policy development & implementation guidance A U Q) (IEUE SIIEIEL, LSS (DISYE. Tl
CoP teams
LDP, Emerging Leaders, CES courseg
50 LM Leadership A U ' Ellppen, OPM or other fprmal
training/developmental assignments,
mentoring
Focused on clarifying whag
decisions need to be mad
and what data is needed.
Campaign Plan, SMART Guide, Scenario Planning Handbook, Using appropriate
99 LM Strategic thinking & visioning A U CESSgd\éi:]gﬁg ' ?negnig)r?r:nental Conflict Resolution and Public Participation Center information to make
9 ' g (www.iwr.usace.army.mil/cpc), Shared Vision Planning decisions. SMART Planniy
context. Consider future
conditions and
environment.
40 Env Endangered species consultation process K U PRQSPEQEW Lawg & Re_gs), F&W Coord Act, ESA, Marine Mammal Protection Act
Environmental Considerations
99 Tools Shared vision models K U OJT, IWR courses IWR Center on SVP (http://sharedvisionplanning.us/)
Developing scope of work
independent government
estimate, negotiation
99 Cont AE contracting procedures K U PROSPEGH, OJT process and overseeing A

and service contracts for
Planning studies as a
technical point of contact.
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Appendix CCareer Program 18 R18)

The Department of the Army Career Program 1818Fsan online learning program supports the

training & development needs of Engineers, Architects, Facility Managers, Land Surveyors, Electricians
and other construction professionals with continued déctite and learning opportunitie€R18

includes over 100 job series that are similar in occupational description, but widely varied in functional
description. CAL8 provides information for the careerist to identify potential career advancement to
becomehighly developed andeasoned effectivelywhile gaining expertise for attaining career goals.

CR18 combines the leadership, management, scientific, technical and functional training needed for the
development of career programs with the relationshipseatly established in the engineers and

scientists (resources and construction) category.

C.1Professional Development Model

The Professional Development Model (PDM) provides a standardized framework-sraiugive career
enhancing information to Civilians, supervisors, and personnel managers for the professional
development ofDepartment of ArmyCivilian employees. The PDBlges as the professional reference
for a successful DA Civilian career while providing information and guidance on assignments,
competencies, leader development, education, and traink DM is availablier eachjob series

within CR18 by accessing ¢hArmy Career Tracker Portal at
https://actnow.army.mil/communities/community/civiliarcp18

C.20nline Training Courses

CR18also offers free onlingraining coursegor USACIRersonnel. To request enrollment in the-C&
eLearning progrango tohttp:/Awww.enterprisetraining.com/ArmyEngScénd request access using
your Corps email addres®nce you are enrolled, yatan review the course catal@pd enroll in the
course(s) of your choicé\s a member of th€R18 workforceyou have access to 40 houo$ free
training, which can be used for accruing professional development hours for various certifications.

C3 Position Classifications afdndards

Position JobSeries Standards
Community Planner 0020 0020 Series
Outdoor Recreation Planner 0023 0023 Series
Economist 0110 0110 Series
Geographer 0150 0150 Series
Historian 0170 0170 Series
Archeologist 0193 0193 Series
Biologist; 0401 0400 Series
Ecologist 0408

Botanist 0430

Forester 0460

Fish and Wildlife Biologist 0480

Fish Biologist 0482

Wildlife Biologist 0486

GeneralEngineer 0801 0800 Series
Landscape Architect 0807

42


https://actnow.army.mil/communities/community/civilian-cp18
http://www.enterprisetraining.com/ArmyEngSci/
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0000/gs0020.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0000/gs0023.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0100/gs0110.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0100/gs0150.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0100/gs0170.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0100/gs0193.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0400/gs0400p.pdf#page=9&zoom=100,0,0
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/0800/gs0800p.pdf

Architecture

Civil Engineering
Environmental Engineering
Mechanical Enginegr
Electrical Engineer
General Physical Science;
Oceanographer
Hydrologist

Mathematics and Statistics

0808
0810
0819
0830
0850
1301
1351
1360
1501

1300 Series

1500 Series
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https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/1300/gs1300p.pdf
https://www.opm.gov/policy-data-oversight/classification-qualifications/classifying-general-schedule-positions/standards/1500/gs1500p.pdf

Appendix DAgency Technical Review Certification
Once Planners reach a certain level of expertise in their field, they can be certifieddact Agency
Technical Reviews. ATR certification is available in four categories that coincide with the fQaPsib
Plan Formulation, Economics, Environmental, and Cultural ResoAttesSACE personnel who want to
be considered for ATR certificationust submit a qualifications statemenrithere is a call for
applications for ATR certification each yeHlne following links provide information on eachsuli2 t Q a
certification process.

Certification for Plan Formulain SubCoP Members

Certification for Economics St@oP Members

Certification for Environmental StboP Members

Certification for Cultural Resources S0obP Members
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https://cops.usace.army.mil/sites/PLAN/planform/Shared%20Documents/Forms/AllItems.aspx?RootFolder=%2Fsites%2FPLAN%2Fplanform%2FShared%20Documents%2FATR%20Certification&FolderCTID=0x0120002E48D0B993804B4491B06F5895F63843&View=%7BF926F4A8%2D59D3%2D4B20%2D962A%2D3E552FC737B5%7D
https://cops.usace.army.mil/sites/PLAN/econ/Shared%20Documents/ATR%20Certification%20for%20Economist%20Documents/Econ%20ATR%20Reviewer%20Certification%20Process%20v1-6.pdf
https://cops.usace.army.mil/sites/PLAN/ER/Shared%20Documents/ATR%20Certification/ENV%20ATR%20Reviewer%20Certification%20Process%20v2.0.pdf
https://cops.usace.army.mil/sites/PLAN/cultural/Shared%20Documents/Agency%20Technical%20Review%20(ATR)/CR%20Sub%20CoP%20ATR%20Certification%20Requirements%20and%20Application%20form%2017%20Jan%202020.pdf

AppendixE Water Resource€ertified Planner Program

The National WRCP Program is a framework for dpwual and sustaining a resuttsiented, high
performing planner workforce. The standard to attain status 8RCRs high. This certificationot

only requirecandidates to have taken certdiraining, butalso to demonstratexperience, knowledge,
and leadership. ThR&/RCRs an individual who has a broad variety of experience and training in the
Corpsplanning processes and is capable of leading the most comydéer resources planning efforts,
ATRsand planning task forces throughout the entgge. By identifying WRCPs, the Carps help

water resource managers match complicated, controversial, and highly visible studies and initiatives
with a very capabléead planner, no matter where that planner is located

Following is a list of resources on the WRCP Program:

9 National Water Resources Planning Professional Certificd&lanning Community of Practice
(PCoP)

T Water Resources Certified Planner Program webinar (22 April 2016)

1 Water Resources Certified Planner Program page on the Planning Community Toolbox
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https://planning.erdc.dren.mil/toolbox/library/Misc/WRCPProcess_v1_0.pdf
https://planning.erdc.dren.mil/toolbox/library/Misc/WRCPProcess_v1_0.pdf
https://planning.erdc.dren.mil/toolbox/webinars/16Apr21-WRCP_Overview.pdf
https://planning.erdc.dren.mil/toolbox/people.cfm?Id=307&Option=Water%20Resources%20Certified%20Planner%20Program

Appendix FPlanning Associates Program

F.1Qualifications
The current Planning Associatesogram Handbook, which outlines program goals, objectives, and

expectationscan befoundhere

F.2Application and Approval Process
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https://cops.usace.army.mil/sites/PLAN/PAProgram/2020/Forms/AllItems.aspx?RootFolder=%2Fsites%2FPLAN%2FPAProgram%2F2020%2FPA%202020%20Handbook%20and%20Appendices&FolderCTID=0x012000BF176FAB7CDA3849A03B5BD273D6030F&View=%7BA3254597%2DC4E8%2D49A0%2DB322%2DD2AC5A663089%7D




































































































